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Abstract 
Training and development is one of the most important functions of human resources management. With the 
increasing importance of human resources value, training and developing employees with essential qualifications 
and skills have become vital for organizations. There are several HR training methods for various purposes and 
needs. In this paper, firstly the importance of training and development function of HRM will be discussed and then 
the traditional and technology based new training methods will be introduced. Finally, simulation method for new 
generation managers will be investigated in the perspective of the interactivity and visualization advantages. 
© 2011 Published by Elsevier Ltd.  
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1. Introduction 
Human resources of organizations have gained more importance and strategic value in today's competitive and 
turbulent environments. Qualified workforce with knowledge and skills became one of the most important and 
reliable source of competitive advantage. Organizations can gain competitive advantage by recruiting and retaining 
these employees. Not only selecting the qualified employees but also retaining them is vital for organizations to be 
competitive. Organizations need to attract and nurture people with the kind of abilities that will make the firm 
productive in its chosen sector. This is the primary way in which HR strategy needs to be fitted to business strategy 
(Boxall and Purcell, 2003). In order to success this, one of the most important functions of human resources 
management is "training and development" of employees. Continuous employee training and development has a 
significant role in the increase of individual and organizational performance. It does not imply only obtaining new 
knowledge, abilities and skills but also the possibility to develop entrepreneurship, prepare employees to be 
proactive for possible changes, encourage them to involve actively in the process of decision making and take 
initiative (Vemic, 2007). In HR training, there are many methods and even though each of these methods is used in 
the training of managers and management trainees effectively for a long period, now most of them seem more 
traditional because of their interactive multi-sensory alternatives. Parallel with the increasing technology use in HR 
training function in the millennium age, interactivity need has become a must because of being motivative and 
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innovative.  Especially simulations took place in management training since 1970's and today their existence 
increase in HR training for decision making and risk taking functions that are crucial for management. 
2. Training and Development Function of HRM 
 If competitive success is achieved through people, then the skills of those people are critical. Consequently, one 
of the most obvious implications of the changing basis of competitive success is the growing importance of having a 
workforce with adequate skills (Pfeffer, 1994). Every organization needs well-adjusted, trained and experienced 
people to perform its activities. Training and development is the heart of a continuous effort designed to improve 
employee competency and organizational performance (Mondy, 2010). It is a function that can contribute directly to 
an organization’s productivity and profitability so it must be committed to continuous change (Sims, 1998). Training 
and development activities have the potential to align a firm’s employees with its corporate strategies. The most 
important strategic component is the quality of a company’s workforce. In order to maintain a strategic competitive 
edge, the workforce of an organization must be continuously developed (Mondy, 2010). For an organization, the 
competitive edge that comes from training and development is not restricted to equipping people with relevant skills. 
It also impacts upon the recruitment and retention of employees. Job candidates are now opting to work in 
organizations where they know the quality of the training and development is high (Landale, 1999). The quality of 
the learning opportunities offered by an organization is one major criterion people use when deciding whether to 
accept a job offer or stay with an employer. Today, high performers look for employers that can help them to learn 
continually and thereby improve their skills and marketability (Harvard Business School, 2006). Taking account all 
these factors, it is possible to say that a strategic approach to training begins with the relationship between the 
organization’s mission, strategic agenda and its HR development needs (Sims, 1998). Combining the internal and 
organizational characteristics with the external conditions, HR training should support organizations to develop 
employees including managers who are adaptable, committed and also good performers in diverse groups as multi 
skilled knowledge workers (Sims, 1998). Training provides learners with the knowledge and skills that can be used 
immediately for their present jobs (Mondy, 2010). It has a rather narrow focus and should provide skills that will 
benefit the organization quickly (Anthony, Perrewe, Kacmar, 1996). It involves changing skills, knowledge, 
attitudes or behavior (DeCenzo and Robbins, 2010). On the other hand development involves learning that goes 
beyond today’s job and has more long term focus (Mondy, 2010). It may not be focused on either the present or 
future job but more on meeting the organizational general long term needs (Anthony, Perrewe, Kacmar, 1996).  
2.1. Training and Development Methods  
Training and development activities must be carefully geared to different levels in the organization. Clearly, 
executive and leadership development programs will look different from training curriculum designed to get 
employees up to speed on the latest technology adopted by the organization. Different employees will have different 
skills and development needs ranging from communication, people management and strategic thinking to 
interpersonal skills, financial literacy and business planning. Finally different people learn best through different 
means including taking courses, reading books, watching others, being coached or mentored and using trial and 
error to master new skills. The most effective training and development initiatives take individual learning styles 
into account (Harvard Business School, 2006). Many different types of training methods are available. HRM needs 
to determine which training methods are the most appropriate for skill and employee. In some cases, it may be 
necessary to combine several methods (DeCenzo and Robbins, 2010) which are also defined as blended learning. 
Training methods can be classified as traditional and technology supported methods (Betrus, 2008; Andreu and 
Jauregui, 2005). 
 
Methods such as instructor-led, case study, behavior modeling, role-playing, business games, in-basket training, 
on-the-job training, job rotation, internships, apprenticeship training, corporate universities, colleges and universities 
have been used as traditional training methods for a long period in organizations (Mondy, 2010; Dessler, 2005). As 
information and communication technologies (ICT) have grown in mass penetration and advanced in capability, 
more instructional functions can be mediated through technology. At the same time, economic pressures have 
motivated organizations to consider changing the way they conduct education and training (Molenda and Pershing, 
2008). Parallel with the increase of technology and globalization, these traditional methods have become inadequate 
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especially for training of top level managers and executives. Because of these reasons, the need of technology 
supported methods has been occurred and methods such as e-learning activities, video media and simulators have 
been used especially in order to facilitate the decision making processes. Each of these traditional and technology 
supported methods has advantages and disadvantages depending on the needs of the organization, content of the 
training and ability of the trainees. As a main topic of this paper, we will focus specifically on simulation method 
and its importance for the interactivity process in manager training.  
2.2. Simulation Method 
Due to the tremendous increase in the use of computers, simulation methods and tools had a widespread use in 
the education of medical, technical and managerial disciplines.  Medical researchers and surgeons are increasingly 
trying out operating techniques on a virtual patient before testing or using them on real patients; preliminary designs 
of complex machines, products and processes are tested by way of three-dimensional simulation software (Berends 
and Romme, 1999). For management education, simulation gives the manager the opportunity to experiment safely 
and cost effectively. It is probably the only opportunity that managers have to experiment in the scientific sense with 
systems (Turner, 1994). In a managerial perspective, we currently develop a vision and a policy that looks good on 
paper; we implement it, experience the consequences from the new policy, and then make corrective changes over 
time. Organizational simulation provides an enabling toolkit for people to view, analyze and try to understand a 
current organization through interactive simulation (Rouse and Boff, 2005). This method enables us to represent 
systems in a dynamic manner which reflects reality. We can capture the essence of a system in a computerized 
format and then analyze its performance and explore changes. In fact, many consulting companies are increasing the 
use of these simulation tools for personnel training and selection. 
 
Initially simulation games started to be used in the 1950s when computer science started to be introduced in some 
American Business Schools (Arias-Aranda, 2007) and since then they have been providing more effective learning 
experiences over time compared to conventional classroom instruction. One of the first simulations designed for 
managers’ training was The Looking Glass, Inc. that focused on leadership behaviors by providing feedback about 
self and others leadership perceptions. It was a complex in-basket organization exercise, which creates a day in the 
lives of the top twenty managers of a mid-sized manufacturing corporation. The simulation included a diversity of 
problems in finance, personnel, production, sales, research and safety functions which were expecting to be solved 
by the organizational levels include presidents, vice presidents, directors and plant managers. Participants in this 
simulation were free to call meetings, write memos and make or defer decisions (Roberts, Page and Schriesheim, 
1993). 
 
Simulations on decision support system are widely used at managers’ training to aid the management staff in 
short and long-term decision making. Assessing “what-if” scenarios, makes managers specialized to evaluate the 
efficiency of alternative policies and to choose the most suitable one (Bontempi, Gambardella and Rizzoli, 1997). 
Simulations not only offer suitable solutions for decision making but also they may be used at the strategic, tactical 
and operational level of an organization. Probably most models have been of operational level systems but the 
decisions which have emanated have had implications at strategic and tactical levels (Turner, 1994).   
 
In the 1990s, the rapid growth of internet changed the media environment for instructional designs and more 
simulations was started to be prepared for use on the web than any other computer-based simulations. Second Life 
(SL) is an example of a 3-D virtual reality environment that can be used to create residents also known as avatars to 
start up businesses, decide on ventures,  sell own products and design fashion lines (Wong, 2006). Within Second 
Life, instructors can create environments such as business settings in where management trainees can learn through 
interaction by using their avatar. SL is already used by many companies such as IBM and Intel for corporate virtual 
meetings, collaborative projects, placement and new hire orientation, as well as the use in employee training as 
simulated learning experiences. Using computer technology, managers can create a human like avatar, a 3D 
“graphical self-representation” (Honey et. al., 2009) in the virtual world Second Life that reflects the user in regard 
to age, gender and physical appearance. By selecting certain physical characteristics or symbols, the avatar reflects 
how the creator seeks to be perceived in the virtual world and how the symbols used in the creation of the avatar 
influence others' actions toward the computer-user. The system provides an interaction between users as if they are 
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in a regular classroom. Essentially active involvement is the main goal of an effective simulation. (Conrad and 
Donaldson, 2004). The visuality and interactivity are maybe the most important advantages of the simulation 
method since X generation (born between 1965-1981) grew up with audio visual technologies and prefer enjoyable 
learning and Y generation (born between 1982-1999) prefer highly social and interactive education environment 
(Kaminski and Currie, 2008). As it is known X and Y generations’ members constitute the middle and low level 
management positions due to their ages. 
 
Besides its interactivity and visuality benefits, simulation offers cost benefit especially for large organizations. 
With this advantage, bringing together large numbers of labor from around the world for meetings, training sessions, 
seminars etc, may be cost saving. On the other hand the method also has some disadvantages such as being 
expensive in investment cost, placing a heavy time demand on instructorsand taking a long time to run the 
simulation (Roberts, Page and Schriesheim, 1993). Simulation is still considered to be essential especially for 
younger people in terms of motivation and interaction. Younger generation is used to playing computer games as an 
entertainment but these can be also utilized in the context of learning. Educational computer games also known as 
serious games can be defined as a new form of simulation (Bulander, 2007). The game INNOV8 of IBM is designed 
specifically for educational purposes and used to train employees how to retrieve information of business processes 
in a virtual company and also how to model and optimize these processes. INNOV8 gives both IT and business 
players a better understanding of how business process management impacts business ecosystems by experiencing 
three different scenarios. In this serious simulation game the players have to discover the current model, find out 
why it is under-performing and then optimize it to meet the demands of the market for each scenario 
(http://www.ibm.com/developerworks/university/websphere/teach.html). They need to realize how practical process 
improvements can help meet profitability, customer satisfaction and environmental goals. 
3. Conclusion 
Considering the importance of human asset in organizations, it is possible to say that HR training and 
development function is vital in order to gain competitive advantage. Although there are several methods in HR 
training, new generation managers prefer technology based and interactive learning methods. In brief, simulation is 
a convenient method in management education since it provides opportunities to gain insight into the realities and 
difficulties of decision-making, to deal with the complexity of real business life situations and to solve the solutions 
by using prior knowledge of the relevant theoretical frameworks. 
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